The attraction and retention of teachers in Zimbabwe is a problem not only unique to Zimbabwean schools, but all over the world. The problem is more pronounced in rural areas where resources are scarce, hence the tendency to repel teachers. Although the problem of teacher turnover is real, there are teachers who have remained in the profession for many years. The aim of the study is to find the factors that have influenced teachers to remain in teaching in rural Zimbabwe. Participants (n = 6) in the study were all practicing as teachers, having taught in the rural areas for at least ten years. Data was collected through interviews which were audio-taped and transcribed. The results from this basic interpretive qualitative study showed that teachers remained in the profession because of need to support their families, job security, unmarketable, support from colleagues and administration, and self-sacrifice leadership by principals.
INTRODUCTION
Retaining qualified and experienced teachers in the classroom has remained a challenge in the education sector for many years (Billingsley, 2004; Ingersoll, 2003; Perrachione, Rosser, & Pertersen, 2008; Waddell, 2010) . In some situations, qualified teachers who leave teaching do so to look for better opportunities in the private sector. Studies over the years have shown that most teachers who leave have fewer than ten years of teaching experience (Inman, 2004) . Attrition has been found to be high in low-income and high minority schools (Donaldson, & Johnson, 2011) . In addition, research has also shown that younger teachers are more likely to leave the profession than older teachers (Billingsley, 2003; Ingersoll, 2001; Ingersoll, & Kralik, 2004) . In terms of gender, women were found to leave teaching more than their male counterparts (Guirano, Santibanaz, Dalay, & Brewer, 2004) . Studies have also shown that teacher turnover is more prevalent in Science and Mathematics as compared to other subject areas (Allen, 2005; Ingersoll, 2001; Kavanuke, 2013; Guirano, et al., 2004) .
Why has teacher attrition and retention become important areas of concern in education? Teaching has been historically viewed as a low paying job suitable for women raising children (Ng & Peter, 2009 ). Schools suffer from the 'revolving-door effect' (Ingersoll, 2004, p. 11) where schools are left unstable and lack continuity as qualified teachers
The issue of salaries as the cause of attrition has not been supported by research. Money and a challenging job were found to be factors that motivated employees to stay (Achiedu, & Scott-Ladd, 2012; Holbeche, 2009) . Teaching a challenging subject influenced teachers to stay in the teaching profession instead of pay (Marston, Courtney & Brunnetti, 2006) . Kavenuke (2013) found that salary in the developing countries is an important factor in retaining qualified teachers. Teachers from low economic status remain in teaching not because they are satisfied and motivated, but because they need to survive (Kavenuke, 2013) . If teachers do not get higher salaries they will leave the profession. Pay was an important determinant in whether to stay or not to stay for teachers (Anhorn, 2008; Nahal, n.d.) . When asked what would convince them to return to the profession, former teachers mentioned increased salaries, less interference from administrators, tangible and recognition programs, and fewer standardized tests (AARP report, 2003) .
TEACHER RETENTION
Concerns about teacher retention have focused on why teachers leave the profession, but much less attention has been given to those who stay especially the best (Perrachione, et al., 2008; Waddell, 2010; Williams, 2001) . Research on why teachers remain in the profession is relatively scant (Perrachione, et al., 2008) . Organizations (including education) should not focus only on strategic recruitment, but also on motivation and retention of the skilled workforce (Holbeche, 2009) . The need to identify factors that cause teachers to remain in the profession is perhaps of great importance because of the need to plan effectively for the coming years (Inman, 2004) . The reason why teachers stay is because they have found a school or community which has welcomed them, given them opportunities to grow, learn and use their talents to benefit those around them
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International Journal of Instruction, July 2015 • Vol.8, No.2 (Shyu, 2007 . Employees are likely to stay if they are rewarded in monetary terms (Inman, 2004; Guirano, et al., 2004) and also if they are recognized and supported by their administrators and colleagues (Holbeche, 2009; Marston, et al., 2006; Shyu, 2007; Williams, 2001) .
Despite the fact that teachers at both primary and secondary schools have been reported to swap their teaching profession for other high paying jobs, research has found that some teachers have remained (Inman, 2004) . Teachers who have experienced satisfaction at their school and profession of teaching were likely to stay (Achiedu, & Scott-Ladd, 2012; Perrachione, et al., 2008) . Others have stayed because they care and love kids, enjoyed the job, genuine colleague support and also the feeling that they were making a difference (Marston, et al., 2006; Nahal, n.d.; Shyu, 2007; Williams, 2001 ). Ability to function independently in the classroom gives teachers who stay a sense of autonomy and control (Marston, et al., 2006; Williams, 2001) . Those with a teacher certification are likely to stay as compared to those without (Allen, 2005) .
It is interesting to note that teachers who stay are affected by the same conditions that contribute to their colleagues leaving the profession (Williams, 2001; Yost, 2006) . Teachers who chose to stay are thus naturally resilient and persistent (Yost, 2006) . Guirano, Santibanaz & Daley (2006) argue that those who enter teaching and stay do so because teaching would have become the most attractive profession to pursue in comparison to other professions available to them. In other words they had to stay on the job not because they liked it, but because they had to pay bills (Shyu, 2007) . Some teachers may stay in teaching as a way to bypass longer preparation programs, licensing requirements, or the bureaucratic obstacles associated with landing a teaching job especially in large, urban district (Donaldson & Johnson, 2011) .
Teacher Retention in Zimbabwe
Teacher retention in Zimbabwe has been a major concern in recent years. There is paucity of information on the subject except documents and reports from Ministry of Education. However, according to the Ministry of Education (2008) teacher attrition was felt in Sciences and Mathematics as teachers left for neighboring countries, especially in South Africa where they are in demand. The government is unable to match what South Africa pays its teachers. The result was mass exodus of teachers (UNICEF, 2008) to other countries and the private sector. Those teachers who were hired to replace those who had left were not as good as their predecessors (Billingsley, 2004) . The government of Zimbabwe is committed to keep its teachers through paying competitive salaries, but agrees to the fact that there is nothing they can do to stop mass exodus of teachers to other countries (Ministry of Education, 2008).
Further it has been reported in the media that Namibia is planning to recruit Zimbabwean teachers. The reason why Namibia requires more teachers is because of increased student enrolment (Muleya, 2013) . The report quoted the permanent secretary in the Ministry of Information and Communication Technologies, Mr. Ndjarakana saying Zimbabwe was "identified (because of its) exceptional human capital development from which Namibia can tap on their expertise" (Muleya, 2013 Instruction, July 2015 • Vol.8, No.2 with this threat to its teachers, Zimbabwe should therefore increase teachers' salaries as a way to increase teacher retention (Greiner, & Smith, 2009 ). However, there are rich private schools that have managed to keep their teachers by paying them higher salaries and incentives (Ministry of Education, 2008) .
It is against this background that it became necessary to find out why some teachers remained in the profession despite the fact that others were leaving. Why did they remain, when some were going to other countries and private sectors for greener pastures?
Purpose of the Study
The purpose of this study was to identify factors that have influenced teachers who have taught for more than ten years to remain in teaching despite the fact that some were leaving due to bad economic conditions in Zimbabwe.
METHODS
Design
This qualitative study was done using the basic interpretive qualitative study to discover and understand teachers' perspectives, (Merriam, 2012 ) so as to inform rural retention methods and process. The reason for using this approach in doing this qualitative research is because the researcher is interested in discovering and understanding how teachers in the study make meaning of their continued teaching experience.
Participants
At the time of the research, all the participants were Zimbabwean trained qualified teachers teaching in the rural area of Chilimanzi in the Midlands province. Participants (n = 6) were selected from three rural secondary schools with more than ten years teaching experience. Of the 6 participants, 4 were males, and the remaining 2 were females. The teachers willingly took part in the study and were chosen from three boarding schools. The sampling procedure that was chosen to select the participants was purposive sampling. For the purposes of privacy and anonymity, pseudonyms have been used throughout this research paper. 
Data Collection
Upon obtaining the Institutional Review Board (IRB) approval and the signing of the consent form by the participants, data was collected through interviews. Data was collected mainly through interviews and the length varied from 30 to 40 minutes. Two
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International Journal of Instruction, July 2015 • Vol.8, No.2 interviews were conducted in vernacular (Shona language) and subsequently translated to English by the researcher. The remaining four interviews were done in English. All the interviews were conducted at the school site by the researcher and consisted of openended questions. Probing questions were also used to gather more information if it was felt the participant did not express to the satisfaction of the researcher. All the six interviews were audiotaped and transcribed (Ryan & Bernard, 2000) .
Data Analysis
As previously stated, all data collected was analyzed inductively to identify the recurring common themes that were identified within the data. A rich, descriptive account of the findings is presented and discussed, using references to the literature that framed the study (Merriam, 2012) . Before the analysis of data, the data was reviewed to obtain the general sense of the material (Creswell, 2012) . A hand analysis of data was done because the data analyzed comprised of a small database (Creswell, 2012) . Preliminary themes were identified, and were compared to find common themes found in the data (Charmaz, 2002) . A colleague who had trained in qualitative study carried a peerdebriefing to ensure the completeness of data analysis test.
RESULTS
The results from the study showed that teachers had various reasons for remaining in teaching for a period for more than 10 years. The data analysis procedure showed six reasons why teachers choose to remain in teaching despite others leaving. The themes that emerged were self-sacrifice principal, family, fear of the unknown, job security, unmarketable because of age, and administration and colleague support. One of the teachers identified support of the administration, and also hopes for the better in future in terms of remuneration. The themes do not show job satisfaction as a reason for staying in the profession.
Self-sacrifice principal (head)
One of the dominant themes that came from the interviews is what Ruggieri and Abbate (2013) called self-sacrificial leadership. Teachers at all the three schools mention the aspect of the presence of a principal who sacrificed his/her resources for the betterment of the teachers and the school. The context of sacrifice differed, but the concept was of a head that goes out of his/her way to use resources that may not be meant for teachers, for the benefit of all teachers at the school.
"This school has less gossip. I transferred to this school because the head is good with teachers. He sacrifices his time and energy for the betterment of the school and also us teachers. He gave us incentives … one time but did not give himself the money because he said the school coffers were dry." (Patience)
"I wouldn't be here if the head was stingy. He supports us … sacrifices his time and personal monetary resources to make sure the school and teachers are happy. … he used his car for school business without demanding payment." (Justin) 
Family
The issue of family emerged as one of the dominant themes of the study. The teachers were fond of their families that they could not leave for they feared that no one would look after their family. With respect to women, their husbands influenced them to stay. Children, spouses and other extended family members influenced the teachers to remain in teaching, as reflected by the following quotes: Teachers stressed the importance of their families in deciding to stay. They believed that fellow teachers also stay because they have family and relatives who depend on them. The participants reiterated that, although the economy is bad, they are better off teaching than not doing anything. Some of the participants remained in teaching because they teach at the same school with their spouses, and would not risk teaching in looking for another job that will definitely result in them leaving apart.
Fear of the unknown
The teachers believed that the economy as a whole is depressed and they cannot find better opportunities outside teaching. The teachers generally felt that even if they were to leave teaching, there would be nothing for them. They expressed fear of what would happen if they leave their guaranteed job. They preferred to transfer from their current school to another school rather than leave the teaching profession altogether. The teachers added that if they were to leave teaching at their schools, they would go to a boarding school due to the incentives being offered. They identified the schools they would likely go to in the effect that they leave their current schools. They would not leave to go into the private sectors.
Job security
Teachers expressed willingness to stay in teaching because their jobs are generally secure as compared to the private sector. That is the reason they chose teaching and that is the reason they are still teaching. They argued that they have never heard of a school that closed, and teachers became jobless. It is in the private sector where companies close, and workers retrenched and become jobless.
"I have been in teaching for many years, and my brother in the private sector has changed jobs many times … and did not get any benefit. That is why I remain in teaching. No one will fire or fine me … unless I have an improper relationship with a student." (David)
"After I retire, I will be paid monthly pension for the rest of my life. Many jobs in this country do not have that kind of facility. Teaching is the only secure job in Zimbabwe." (Justin) "I have not been charged, but here I am still teaching. If it were any other job I would have charged, suspended or even discharged, but since it is in teaching I am still here." (Patience)
"I have not heard any person who said they have been fired from teaching. We are here to stay." (Peter)
Unmarketable
The teachers interviewed believed that they are no longer marketable in the private sector because of age and also the qualification they hold. Most of the teachers believed that they are too old to look for another job. Besides, they cannot afford to go back to school to get higher qualifications as this would be waste of time.
"Who would employ an old man like me in the private sector? I am old and my place is teaching." (Justin)
Thirty years of teaching is not a joke. In those years, I have never compromised my job on any day. I am unable to do any other job besides teaching." (Craig) "No one will hire an old person. If it was in marketing, I would repel customers."
The teaching qualifications made it practically impossible for them to even think of quitting a job because no one would hire them in the private sector outside teaching. Participants with a teaching diploma and who consider themselves as older posited that they are too old to learn and upgrade themselves and get a job outside teaching. One female participant felt that teaching was very accommodative as women are allowed to go on maternity leave for three months.
Administration and colleague support
Administration and colleague support is one of the reasons some teachers felt that they are still at the same school for a long time. Teachers believed that the administration would help them resolve classroom problems in times of distress. Social support was also seen as a major reason for remaining in the profession, especially at the same school for a long time.
"Thirty years, being at the same school is not a joke. Successive administrators have been there for us. You are (always) with teachers that support you and help you out both professionally and socially. We are like a family here. That's what I like about teaching at a boarding school." (Justin)
"When I lost my mother, all teachers came to support me emotionally, and they gave (me) financial assistance. I felt they were my brothers and sisters, and not workmates. We are now a family here, and I don't want to leave this school."
Only one teacher believed that the other reason she has remained in teaching is because she loved the job (Perrachione et al., 2008) and is satisfied being the teacher. Salary seems not to a contributing factor for the teacher to remain in the profession.
"I wouldn't imagine myself working any other job besides teaching. I want money … as little as it is, I would not be a teacher if I wanted money only. I am happy being a teacher … at a boarding school. I love the job." (Cecelia)
DISCUSSION
The purpose of this study was to find why teachers in the rural areas of Zimbabwe remain in teaching when others have left. From interviews with six rural Zimbabwean high school teachers, at boarding schools, it was discovered that family, job security, fear of the unknown and being unmarketable were reasons why teachers chose to remain in teaching.
Participants in this study cited family issues as the major reason for them to remain in the teaching field for more than ten years. All teachers in this study had family and relatives to look after. This study contributes to the body of literature in finding why teachers remain in teaching. This is because no previous research has been found that support family as a reason for teachers staying in the teaching profession. In fact Inman (2004) and Williams (2001) found that some teachers had left teaching due to family and other personal reasons. Younger women were found to leave the profession due to marriage (Guirano, et al., 2004) , pregnancy and child bearing (Allen, 2005) . This is opposed to the findings of the study as women were found to stay in teaching because of family-related situations.
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International Journal of Instruction, July 2015 • Vol.8, No.2 The response to the open-ended questions showed that teachers were mostly concerned with external factors (family, fear of the unknown, job security and unmarketable) instead of the internal factors (having to do with the job directly). Billingsley, (2003 ) Ingersoll, (2004 ) Shyu, (2007 and Waddell (2010) found that internal factors (relationship with coworkers, administration support, job satisfaction, and working with students) are some of the reasons why teachers remain in teaching. The results from this research build on a growing body of literature that employees in general are no longer loyal to employers (Holbeche, 2009) . This is because many of them presume that their carrier prospects have been disrupted by continuous organizational restructurings. With this line of thinking it is therefore argued through the results of this study that employees may find it increasingly necessary to keep their jobs because they have responsibilities to look after, and not for the love of the job.
Contrary to beliefs by the Ministry of Education, Sports and Culture (2007) , that rural teachers also want to teach in urban areas, this study found that teachers actually preferred to teach in the rural boarding schools. The reasons are mainly centered on a generally cheaper lifestyle as most concurred that they do not pay rent, electricity and water bills. In addition they are given extra pay as incentive for them to remain in schools (UNICEF, 2008) . The teachers also felt that due to qualifications they held, it was better for them to remain in the rural areas where competition for teaching places was non-existent.
Most studies have shown that money alone is not an important motivational factor for employees to stay on the job (Billingsley, 2004; Ingersoll, 2003; Holbeche, 2009; & Perrachione, 2008) . The study found that participants considered salary as a contributing factor for remaining in teaching, and incentive (additional pay paid by the school) as a specifically the reason for teaching at their present schools. According to the AARP (2003) report, former teachers said that they would return to teaching if there were offered an increased pay. Inman and Marlow (2004) found that salary was a major factor for teachers staying in teaching.
The teachers in the study perceived job security as the main factor for remaining in the teaching profession for more than ten years. The teachers said that as long as they performed their work diligently and avoid improper association with students, then their job is secured. Job security was found to be a factor for the novice as well as experienced teachers to remain in the profession (Inman, & Marlow, 2004) .
CONCLUSIONS AND RECOMMENDATIONS
Many factors found in this study may be essential in ensuring that teachers remain in teaching. The results showed that teachers who have remained in teaching do not have any other qualifications besides teaching. Those with teacher certification are likely to stay as compared to those without (Allen, 2005) . It is important to satisfy qualified and experienced teachers through the increase of their salaries. The fact that they are no longer marketable outside teaching and that chances of them leaving are low, should not be used a way to pay them lowly or to treat them unfairly. Although the teachers lamented the love for teaching as their initial reason for joining the profession, however, they no longer hold the same view (except one teacher) as low pay has reduced them to beggars. So there seems to be an intricate relationship between salaries and teacher retention. Higher salaries were associated with lower teacher retention, and low salaries were the reason for teachers leaving the profession (Guirano, et al., 2004) .
Another concern that came up in the study is the issue of family connections. Government policy concerning this issue is that spouses are given first priority if they want to transfer to their spouse's school (Ministry of Education, 2007) . It is therefore recommended that government should ensure that those teachers who need to transfer and teach closer or together with their spouses, are afforded the chance. From this study it was found that spouses who are teaching at the same school consider staying in the profession longer or forever.
Meyers (2003) suggested that to avoid conflict in the classroom, a teacher should employ strategies such as increasing collaboration and building communities of learning. In the same vein, it is recommended that administrators may also promote collaboration among their teachers through modeling their behavior. In addition they may also help build communities of teaching which in turn create a sense of family and belongingness.
Administrators need to support their teachers as a way of keeping them in the profession. Maybe it is time for administrators to embrace an emerging leadership concept of self-sacrifice leadership. Ruggieri and Abbate (2013) found that selfsacrificial leaders are prepared to abandon everything including personal gains, privileges or enrichment for the betterment of the organization. In fact, these types of leaders may use their own resources such as their private time to perform tasks for the organization. The authors propose that followers who have self-sacrificial leaders tend to rate them as effective, legitimate and charismatic. It is thus proposed through this study that administrators in education should embrace the self-sacrificial leadership style that will result in followers (teachers) trying to imitate their leaders and the organization (schools) will be successful.
The study has been limited to teachers in a rural area of Zimbabwe in the Midlands province, and hence may not be applicable to teachers in urban areas. The teachers who participated in the study all taught at private boarding schools, and this might not be reflective of teachers who teach at rural council and government schools. The study was limited to one rural district and its generalization to other districts may not be possible. The author's sample is too small, hence not conclusive enough to generalize the status of teachers' reasons for staying in the profession.
However, the study is valuable for it adds value to the body of literature concerning teacher retention. It is not the teachers' choice to remain in teaching, but the uncertainty of life outside teaching that influenced them to stay. So in order to ensure that these teachers stay and love their jobs, competitive salaries that match or even surpass those in private sector should be considered. Teachers should be able to regard teaching, not as a stepping-stone to a better carrier, but a dream job.
